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Abstract
The effect of technology on businesses and organizations has made it even more important to use
the information, which is used as an input in business processes, to achieve the desired
organizational goals. Especially in the service sector, organizational culture becomes important as
an institutional variation in the use of information in accordance with organizational purposes.
With the increasing importance of teamwork, individuals' attitudes towards information sharing in
working groups play a critical role in the emergence of group synergy in the IT sector. The increase
in the level of task interdependency in the business processes, the increase in the level of
application of interdisciplinary studies in enterprises, and the contribution of individuals to
teamwork within the framework of their functional expertise reveal the positive effect of
knowledge sharing for working groups in the IT field as one the types of the service sector. A
factor that will pave the way for the emergence of information sharing as a desired positive attitude
is the corporate culture. In this study, the attitudes of the corporate culture towards the information
sharing of the employees were examined. In this study, in which the quantitative research method
was adopted, 365 people working in the IT field as a service sector business line were included in
the sample According to the research findings, the behavioral dimension of the adhocracyhierarchy culture knowledge sharing attitude, Adhocracy-hierarchy culture and organic structure
culture positively affect the value dimension of information sharing.
Keywords: organizational culture, quinn-cameron, information sharing
Recommended Citation: Nasrin, M. L., & Isik, Ç. (2021). The effects of organizational culture
on information sharing attitude. In C. Cobanoglu, & V. Della Corte (Eds.), Advances in global
services and retail management (pp. 1–18). USF M3 Publishing.
https://www.doi.org/10.5038/9781955833035
Introduction
In today's rapidly changing environmental conditions, information is the most important factor
influencing the competitiveness of the global market (Aybaş, 2007). Information is not only letters
and documents stored in the organization, but also reflects the action and behavior of individuals
at the mental knowledge level. One of today's activities is to share information (Aranda &
Fernandez, 2002). Information sharing is defined as the exchange and acceptance of information
between an individual and an organization in order to achieve the goals of an individual or
company and to be successful (Davenport & Prusak, 2001). Since it is the power of knowledge, it
increases the skill to share and organizations need more efficient and effective information sharing
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to achieve a competitive advantage, and the more essential information sharing, the stronger the
contribution and communication elements in the organization. (Karvardar, 2012).
A leading factor in revealing the positive effects of information sharing within the organization is
corporate culture. One of the most significant factors of information sharing is an open
organizational culture that guides people to associate with each other, exchange ideas, share their
views and experiences, and share their employees without anxiety for accountability. Lack of an
organizational culture that encourages collaboration, trust, information sharing, listening, learning,
and creativity may be an impediment, to the substantiation of the knowledge management process.
Organizational culture, as a tool for management to use when emerging the desired level of
information sharing behavior among employees, will affect other desired positive outcomes such
as the activation of the management process. information and positive contribution to business
processes (Köseoğlu, Gider and January 2011).
Given that knowledge is a productive factor such as labor, capital, and natural resources, it is true
to say that knowledge is not only a factor of production but also one of the most important
components in the service production process, especially in the service sector.
As a subsidiary in the service sector, the rate of change of useful information in the field of IT is
very high and the knowledge used is rapidly aging (Liao et al., 2003). In this context, information
sharing behavior among IT employees is important and the attitude towards information sharing
in group dynamics is an individual factor that is important in studies conducted in this line of
business which is common teamwork. The purpose of this study is to investigate the dimensions
of organizational culture as an effective factor in the emergence of attitudes toward information
sharing among IT employees.
Literature Review
Organization Culture
The organizational culture emphasizes that there are common values and a sense of group identity
among employees (Alvesson, 2004; Hofstede et al., 1990; Schein, 2010). Various researchers have
made different definitions of organizational culture. Schein (1985) defined organizational culture
as "a model of common assumptions shared by a group that solves problems of external adaptation
and internal integration, a joint learning product". In their studies on organizational culture, Deal
and Kennedy (2000) argue that the basis of organizational culture involves the interaction of
intertwined cultural elements. People's behaviors can be expressed and communicated in culture,
and they can show the beliefs that people have “behind and under the behaviors” (Alvesson &
Sveningsson, 2015). Organizational culture is the field of organizational studies and management
that includes the psychology, attitudes, experiences, beliefs and values (personal and cultural
values) of an organization. Charles Hill and Gareth Jones (2009) defined organizational culture as
“a certain collection of values and norms shared by people and groups in an institution” (Charles
W.L. Et al., 2009). In the IT sector, the renewal rate information is quite high (Boardman, 2006),
and a flexible structure that can adapt to the change in the external environment and an
organizational culture that requires control over the internal environment can be a tool to be used
in achieving organizational goals. An organizational culture that is creative in order to create
knowledge in the rapidly changing sector, competitive in a way to adapt the internal structure of
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the organization in the current environmental changes and a controlling organizational culture that
regulates internal environmental components suitable for the change in the external environment
is a preferred informal tool for IT enterprises In this context, information sharing is of critical
importance in this business line, where teamwork is common, interdependence is at a high level
and the understanding of working together is dominant. These desired dimensions of corporate
culture can be examined with the Quinn and Cameron (2006) organizational culture model.
Quinn and Cameron Model of Organizational Culture
According to the organizational culture type of Cameron and Quinn (2006), each organizational
culture demonstrates the level of development and change of the organization. Cameron and Quinn
draw on four various cultural typologies and describe the cultural structure in organizations. The
organizational culture model is defined as four variables with flexibility-stasis and internal focusexternal focus axes. Depending on two dimensions and four variables, four different types of
organizational culture appear in accordance with this model.
Clan Culture: A type of organizational culture that focuses on internal processes and has a flexible
structure. Clan Culture is seen in organizations where shared values, goals, commitment,
participation, individualism, and a sense of "we" are dominant.
Hierarchical Culture: Hierarchical Culture: is found in organizations with a hierarchical structure.
The procedure defines what an employee does and does not. The most important issue in
hierarchical culture is to continue working without problems.
Market Culture: This model treats an organization as a market structure. The factor that brings
these types of organizations together is the feeling of victory. Focusing on success, results, goals,
and productivity is one of the main goals of this variety.
Adhocracy Culture: This type of organization has the structure that characterizes the world of
today's organizations and responds fastest in highly competitive situations. These assumptions
enhance the entrepreneurial spirit and creativity of managers by proposing innovative ideas in the
development of new products, taking into account initiatives that can lead to innovative ideas.
Figure 1. The Competing Values Framework of Organizational Effectiveness

3

University of South Florida M3 Center Publishing

Information Sharing
Knowledge sharing can be expounded as a culture of social interaction. Individuals share their
skills, knowledge, and experimentation owing to knowledge in an organization or department
(Cabrera & Cabrera, 2005). Knowledge sharing supports organizations to maximize their ability
to produce solutions for competitive advantage. It is thought that information sharing leads to a
better coordination and decision-making process, so leading to better performance. This condition
can occur at the individual level, at the team level, and at the organizational level (Grant, 1996;
Inkpen & Dinur, 1998; Halawi et al., 2006).
Disterer (2001) refers many social and individual obstruction elements that prevent individuals
from sharing and conducting their knowledge to others. Riege (2005) classified the factors
intercepting information sharing under three headings: Individual, organizational and
technological barriers. In terms of individual factors, the demand of the employees to share
information can be expressed first. Employees' knowledge sharing behavior has been argued
constantly with the self- assignation theory (Deci & Ryan 2000). Deci and Ryan delineate the
emergence of knowledge-sharing behavior based on intrinsic and extrinsic motivation based on
different set goals. In intrinsic motivation, unlike extrinsic motivation, positive effects such as
financial rewards and preferment or negative, such as external repression, External factors have
no effect on an individual's illustrative knowledge sharing behavior. Information sharing behavior
is demonstrated in a controlled demeanor by the individual's own internal impetuses (Deci & Ryan
2000). Organizational culture, which is considered the most important in terms of organizational
factors, refers to the values, beliefs, and systems that can encourage or prohibit the sharing of
information in organizations (Newell et al. 2009, Janz & Prasarnphanich, 2003). Technology is
recognized as an important facilitator for knowledge management and information sharing in
institutions. The use of technology is associated with factors such as functionality and usability
(Kirchner et al., 2008), and is expressed in terms such as “time and effort required”. Along with
the use of technology, platform structure, interface design and user needs (Hung et al. 2011) should
be considered when the practice of information exchange between employees arises.
The emergence of information sharing behavior plays a crucial role in the information management
process. In today's knowledge-based economy, the competitiveness of the organization is
straightly related to its ability to create and share information effectively, both within and between
organizations. Various theoretical and empirical confirmation approves that knowledge
management is a significant source of competitive advantage and afterward leads to organizational
success (Choy et al., 2006). Knowledge management is the process of critically managing
information to meet flow needs (Quintas et al., 1997), identifying and using existing and acquired
information presences, and developing new opportunities (Davenport & Prusak, 1998). In this
circumstance, information sharing behavior among employees becomes significant. Knowledge
management includes the exploration and improvement of an organization's information assets to
attain the organization's goals. Knowledge management is an approach used to manage and
optimize information resources in an organization (Wong & Aspinwall, 2006). Also, the aim of
knowledge management is to effectively implement its knowledge to create new knowledge to
acquire and preserve an organization's competitive advantage (Wong & Aspinwall, 2006).
Information sharing behavior plays a dominant role in the process of using information effectively.
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The Impact of Organizational Culture on Information Sharing and Hypotheses
Inter-employee knowledge-sharing behavior can facilitate decision-making capabilities within the
organization, establish learning organizations (with a learning routine), and eventually stimulate
cultural change and innovation. According to a study published by the Ivey Business Journal, a
company's overall performance improves when people do things differently. Therefore, it is clear
that properly managing information can benefit a company a lot (Karla et al., 2012). Information
sharing behavior and the corporate culture that will make this possible gain importance in the
management of this information.
Organizational culture plays a significant role in implementing organizational strategies and
achieving goals (Riege, 2005). The importance of culture in sharing knowledge depends on the
synergy of three factors. First of all, organizations motivate and facilitate employees to share
existing and new information. Second, the organizational structure should be simple, free from
excessive hierarchies and open in order to create the necessary conditions for knowledge sharing
processes and the development of a learning culture. Third, organizations need to provide a good
platform where information can be shared with the right technology supported by employees
(Riege, 2005). In general, it can be stated that an organizational culture that facilitates sharing will
directly affect knowledge sharing behaviors.
It is argued that organizational culture can affect people in creating and sharing knowledge
(Davenport et al. 1998). Efforts were made to minimize the loss of information and how to retain
information in the information sharing process of the institutions. The findings of such studies
show that knowledge can be transferred effectively in three stages: defining, documenting, and
integrating scope. If organizations realize an effective information sharing process, they can
minimize the loss of transferred information (Levy, 2011).
A sense of belonging and shared identity with the organization, as well as shared understanding
and values of knowledge and cooperation, is important for information sharing. The desire to help
other employees and to allocate time for them and to cooperate with them can be seen as a result
of the organizational culture. It is thought that an organizational culture that is suitable for an
organizational structure where the understanding of working together is dominant, mutual
dependency at work is high and teamwork is used intensively, is thought to be effective in the
emergence of knowledge sharing behavior. In the process of creating and developing this
information-sharing behavior, instead of focusing on systemic elements and standardized
practices, the human dimension of the structure, the corporate culture, can be considered as a
primary priority (Alvesson, 2004).
An organization can support a culture of information sharing by incorporating it into its business
strategy, as well as by influencing the attitudes and behaviors of the individual. This is particularly
challenging in global teams where the level of communication and understanding will differ due
to cultural differences (Kotlarsky et al., 2008). If information is not shared, cognitive resources
will not be used sufficiently (Karlsen et al., 2011).In this study, organizational culture was
examined as an independent variable and information sharing as a dependent variable. The flexible
structure of the internal environment for adaptation to changes in the external environment is
critical due to the high rate of change of information, the prevalence of teamwork, the

5

University of South Florida M3 Center Publishing

understanding importance of working together, the high level of task interdependency, and the
rapidly changing dynamics of information in the sampled IT sector.
Quinn-Cameron's organizational culture structure is preferred as a measurement model in the
study because it focuses on both internal and external dimensions with flexibility and stability
characteristics for organizational level behavior depending on the reasons mentioned. The effect
of four different types of culture (clan, adhocracy, hierarchy, market), which emerged with two
axes and four variables in the Quinn-Cameron organization culture model, on information sharing
behavior in terms of their own characteristics can be put forward in the following hypotheses.
Knowledge management provides a way of capturing existing knowledge in the organization with
the advanced principle of information sharing. Individuals' desire to share information depends on
the culture in the organization, whether this culture encourages information sharing or not (Ahmed,
2002). Organizational culture plays an important role in the organization as it can be an obstacle
or advocate for knowledge production and knowledge sharing.
Clan Culture and Knowledge Sharing: This culture emphasizes a high degree of flexibility and
focuses on the internal organization. In this culture, leaders act as subordinates' mentors or
facilitators (Aktas et al., 2011). The characteristic of this culture is its emphasis on participation
teamwork, loyalty, harmony, and morale. Types are also referred to as human relationships or
relationships (Wiewiora et al., 2013). According to Lopez et al. and Saeed et al., in a culture that
is collaborative as a clan culture, the organization helps shape knowledge to improve the exchange
of information between members. This is in line with the concept proposed by Gray and Den-sten,
which states that clan culture is about the socialization process of knowledge sharing. Clan culture
has a positive relationship with knowledge creation and has a significant impact on knowledge
sharing (Saeed et al., 2010). The main purpose of information management is to provide a
competitive advantage for the organization to compete with other organizations. One of the
indicators measuring the success of knowledge management is measuring the performance of the
organization. This means that organizations with a high clan culture will more easily adapt to the
new information-sharing system (Mallak et al., 2003). In the research of Ruppel and Harrington
examining the effect of organizational culture on information sharing via an intranet, it was
concluded that cooperation is at the forefront, cooperation between the clan culture is at the
forefront and there is a positive relationship between the intranet (Ruppel and Harrington, 2001:
37-52). Based on the previous field research findings and the theoretical information presented,
the following hypothesis can be put forward.
•

H1: Clan culture has a positive effect on the attitude towards information sharing.

Adhocracy Culture and Information Sharing: This culture emphasizes a high level of flexibility
and focuses on the external environment (Mallak et al., 2003). This type of organization is a
dynamic and innovative work environment that provides an opportunity for individuals to develop
themselves in line with the goals of the organization (Aktas et al., 2011). In this culture, the leader
has a role as an entrepreneur or innovator who inspires the creation of subordinates' creativity and
encourages innovation, and seeks new ideas (Gregory et al., 2009). The focus of this type of
organization is the opportunity to obtain as much as possible from the external environment by
giving importance to the development of new products and services, adaptability, growth, change,
productivity, and efficiency (Yesil, & dan Kaya, 2013). According to Yun Shu-Mei, a highly
externally oriented organization will make it easier to spread information to the individual, group,
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or other organizational levels (Yun, 2013). Based on this, it can be concluded that an externally
focused adhocracy culture also has a positive effect on information sharing. This statement is
supported by other concepts offered by Gray and Den-sten. Since open information is given in the
form of access to the information given, it will increase as it will no longer depend on the
individual. Therefore, information will become easier to spread. In addition, culture is positively
associated with the behavior of individuals in the organization in the context of the adoption of
information management systems in hospitals (Gray & Dan Densten, 2005). The main purpose of
an adhocracy is to promote adaptability, flexibility, and creativity in situations where uncertainty,
indecision, and information loading are typical (Cameron & Quinn, 2005). It can often be found
in industries such as Adhocracy organization, aviation, software development, think tank
consulting, and filmmaking. A major challenge for these organizations is to produce innovative
products and services and to adapt quickly to new opportunities. Unlike markets or hierarchies,
anomalies do not have a central power or authority relationship. Instead, power flows from
individual to individual, or from the task force to task team, depending on what issue is currently
being addressed. The emphasis on individuality, risk-taking, and predicting the future is high as
almost everyone in adhocracy is interested in manufacturing, customers, research and
development, and other issues (Andam, 2017). Based on the previous field research findings and
the theoretical information presented, the following hypothesis can be put forward.
•

H2: Adhocracy culture has a positive effect on attitude towards information sharing.

Market Culture and Information Sharing: This culture emphasizes and focuses on the degree of
external stability (Gregory et al., 2009). This type of organization tends to be result-oriented
(results-oriented) (Yesil & dan Kaya, 2013). Achieving goals are an important value in this culture
because the goals of the act of control represent some kind of organizational member and direct
the behavior of the external environment (Gregory et al., 2009). According to Saame Voon, this
culture is needed to produce quality care (Saame et al., 2011). However, in the context of
knowledge management, according to Hendriks in Nicolas and Cerdan, this culture impedes the
knowledge management process within the organization (Nicolas and dan Cerdan, 2009). This
statement is also supported by the concept of knowledge management and is supported in the
context of the adoption of a system that indicates that this culture is negatively correlated with the
ease of an organization in the implementation and use of the information management system.
This is due to the tendency of the members of the organization to see the possibility that knowledge
management practice in the organization loses benefit or gains to the organization (Yun, 2013).
Thus, they become more resistant to the application of the system. Market cultures where
competition is important do not support information sharing via the intranet (Ruppel and
Harrington, 2001: 37-52). In the study of Suppiah and Sandhu, in which they examine the effect
of organizational cultural behaviors on implicit knowledge sharing behavior, it states that the
studies on information sharing and organizational culture are limited (Seda & İlknur, 2014). The
basic assumptions in a market culture are that the external environment is more hostile rather than
benign, that consumers are selective, and an organization interested in value is a business that will
increase its competitiveness, and the main task of management is to direct the organization towards
productivity, results and profit. This statement is supported by the concept of knowledge
accumulation in the context of the adoption of a system that states that this culture is negatively
associated with the ease of an organization in implementing and using the knowledge system.
Thus, they become more resistant to the implementation of the system (Dana et al., 2014). The
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following hypothesis can be put forward based on previous field research findings and institutional
information presented.
•

H3: The effect of market culture on attitude towards information sharing is negative.

Hierarchy culture and Information Sharing: This culture emphasizes and focuses on the internal
stability level (Mallak et al., 2003). In addition to having an open and organizational structure, the
organization is seen as a structured and formal place to work. Rules and procedures are
standardized with strict control, and responsibility is clearly defined (Aktas et al., 2011). This type
of culture is sometimes also referred to as the internal species process due to its emphasis on
stability and continuity (Mallak et al., 2003). There is a negative correlation of having a
hierarchical culture for the application of QM in the organization (Moradi et al, 2012). According
to Hendriks in Nicolas and Cerdan, the existence of this culture can prevent information sharing
within the organization (Nicolas & dan Cerdan, 2009). This is why the formalities of culture hinder
the formation of creativity and innovation and knowledge management (Saeed et al, 2010).
According to Gray and Densten, the internalization process of culture is correlated with the
knowledge creation model. This process occurs when the information generated by defining
responsibilities, evaluation systems, and documentation is made implicit and explicit (Gray & dan
Densten, 2005). Based on the previous field research findings and the theoretical information
presented, the following hypothesis can be put forward.
•

H4: The effect of hierarchy culture on attitude towards information sharing is negative.

Methods
Sample, data collection, the empirical model will be discussed
Sample
Sampling is selected in the IT sector in Turkey and technology-based companies investing by
Turkey in Iran. With the increasing importance of teamwork, individuals' attitudes towards
information sharing in working groups play a critical role in the emergence of group synergy in
the IT sector. The increase in the level of task interdependency in the business processes, the
increase in the level of application of interdisciplinary studies in enterprises, and the contribution
of individuals to teamwork within the framework of their functional expertise reveal the positive
effect of knowledge sharing for working groups in the IT field as one the types of the service
sector. The job titles of individuals in the sampling are computer engineers and IT specialists, who
are white-collar workers. The study does not contain a cross-cultural variable in county-level
context. But, IT employees working for the same companies located in two countries are selected
for the sampling with the aim of reaching more sampling size. The convenience sampling method
was included in study 180 and 185 participants from Iran and Turkey.
Data Collection Method and Analysis
The quantitative research method was used in the study and the data were collected through scales.
The 6-point Likert scale was used while the participants were evaluating the items of the scale.
Responses range equally from "strongly disagree" to "strongly agree". Measuring tools used;
Organizational Culture Scale: Quinn and Cameron (2005, 2011) developed a scale of 16 items, in
https://digitalcommons.usf.edu/m3publishing/vol5/iss2021/63
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which they evaluate the hierarchical culture, market culture, clan culture and adhocracy culture,
which represents the organizational culture model, which is biaxial (flexibility-stagnation and
internal control-external control) and based on four variables, based on the typology of values
competitive.
Attitude towards Information Sharing (Confidence) Scale: In general terms, trust in information
sharing and trust in sharing information on the internet was measured with 8 items in two
dimensions. Trust in sharing knowledge in general terms (Chen, Lin, Chen, 2010), (Kharabsheh,
2007), (Fang, Chiu, 2010) (Cheng, Hailin, Hongming, 2008), (Yanfei, Yu, 2009) (Demirel &
Seçkin, 2011), it has been developed by the researchers. An original 4-item subscale was created
for the dimension of trust in sharing information on the Internet. In the scale created, "The power
provided by having information decreases with the sharing of information", "private or public
institutions only share information that they think is for their own benefit or that is necessary" and
"Increases use of the Internet is causing the sharing of false information, as well as the correct
information" items of the scale, were created in a way to be scored reverse.
Descriptive statistical techniques, correlation and multiple linear regression analysis were used in
the study. Reliability test of scales was tested with Cronbach alpha internal consistency coefficient,
validity was tested with factor analysis with varimax rotation. Analyzes were performed using
SPSS.22 statistical software.
Findings
Demographic Characteristics of The Participants
Table 1. Demographic Data
Country
Age

Gender
Education Status

Internal position

Managerial tenure

İran
Turkey
20-30
31-40
41-50
51-60
male
female
neuter
High school
Associate Degree
undergraduate
Masters
Senior manager
Mid-level manager
Lower level manager
mounting position
lower than 6 year
6 ay – 1 years
1- 5 years
6-10 years
11-15 years
above 15 years

N
180
185
105
115
80
65
220
142
3
85
103
106
71
77
58
204
25
15
36
99
102
74
0

%
47,7
49,1
27,9
30,5
21,2
17,2
58,4
37,7
0,8
22,5
27,3
28,1
18,8
20,4
15,4
54,1
6,6
4
9,5
26,3
27,1
19,6
10,3
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Descriptive Statistics Result
Table 2. Descriptive Statistics Results of Variables
Clan culture
Adhoc culture
Market culture
Hierarchy culture
Attitude to Information Sharing

Min
3,75
3,25
3,25
3,25
3,63

Max
6,00
5,50
5,50
4,75
5,75

Mean
50,555
50,411
45,493
39,938
50,634

Std. Dvs
,39420
,50174
,44316
,34038
,36954

The dimension of corporate culture evaluated at the highest level of the participants in the clan
culture, and the lowest one is the hierarchical culture. The type of corporate culture mentioned
with the second-highest value is the culture of adhocracy. Attitude to information sharing is stated
at a high level (5.06).
Reliability and Validity of Scales
Items grouped under more than one factor with a difference of less than 0.1 were excluded from
the analysis. In order for an item to be grouped in one factor, it is based on having at least a 0.45factor load. When the Cronbach alpha internal consistency coefficient is between 0.60 and 0.80, it
can be affirmed that the scale is reliable (Özdamar, 2004: 622-633; Kılılç, 2016). Sekaran &
Bougie (2016, pp. 290-292) state that a reliability value less than 0.6 is not acceptable.
Table 3. Exploratory Factor Analysis for Organizational Culture
Factor
1

2

3

4

5

6

Items
7. A commitment to creativity and development is what
keeps our company together
12. It is very important to achieve market superiority in
our company.
3. What holds our company together and carries it to
success is employees' commitment to the workplace.
13. Employees in my workplace are eager to work under
observation and control.
5. As our company is entrepreneurial and dynamic,
employees are willing to take risks.
8. It is very important to obtain new resources, to search
for new possibilities and opportunities in our company.
10. Leadership in our company has a competitive
understanding.
15. It is the formal rules and policies that hold our
company together.
16. It is very important to do things in a balanced and
smooth way in our company.
4. The development of employees in our company is given
importance.
2. Leadership in our company usually refers to
coordinating, organizing or a properly functioning
efficiency.
1. Our company is like a large family where employees
share a lot.
11. What keeps the employees together at our company is
the importance attached to achieving the goals.
6. Leadership in our company generally refers to
entrepreneurship, innovation and risk-taking.

Factor
Loads
0,871

Eigenvalu
e
2,645

Explained
variance (%)
17,634

Sub-scale
reliability
0,6

2,398

15,934

<0,1

2,244

14,957

0,737

1,252

13,011

<0,1

1,252

11,012

<0,1

1,104

7,358

-0,938
0,688
0,536
0,688
0,536
0,0542
0,749
0,621
0,95
0,951
-0,796
0,773
0,93
Total

Kaiser-Meyer-Olkin
Bartlett’s Test of Approx. Chi-square
Sphericity
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105
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In the factor analysis, item 9 and item 14 were removed because they loaded on more than one
factor with a difference of less than 0.1. According to the factor analysis findings, 6 factors were
found, but since only one item was grouped in the 6th factor, it was not included in the subsequent
analyzes. Among the other five factors, factors 2, 4, and 5 were not considered appropriate to be
used in subsequent analyzes, since they were below the acceptable reliability value. For this reason,
it was decided to use the dimensions formed by grouping the 1st and 3rd factors and named
according to the content of the grouped items. Whole scale reliability was found to be 0.715. The
first factor is named "organic structure culture" and the second factor is "adhocracy-hierarchy"
culture.
Table 4. Exploratory Factor Analysis for Information Sharing
Factor

Items

1

1. The more information is shared, the more value it
generates.
3. The power of having knowledge decreases with
sharing information.
5. Private or public institutions only share information
on their websites that they consider to be for their own
benefit or that are mandatory.
2. It is more correct to say "knowledge sharing is
difficult" instead of "knowledge is power".
4. I like to share my knowledge with other people.
6. More use of the Internet causes the sharing of false
information as well as correct information.
8. The sensitivity is shown to incorrect information
sharing on the websites of private or public institutions
is also shown in the sharing of information on social
networking sites such as Facebook, Twitter, and
MySpace.

2

Factor
Loads
0,725

Eigenvalue
1,821

Explained
variance (%)
26,081

Sub-scale
reliability
0,677

2,334

33,34

0,690

0,759
0,854
0,676
0,76
0,69
0,765

Toplam
Kaiser-Meyer-Olkin
Bartlett’s Test of Approx. Chi-square
Sphericity

59,421
0,686
613,331
21
0,00

According to the factor analysis findings, three factors emerged. However, since the 7th item in
the scale was loaded on a single factor, it was not used in other analyzes. The first factor was
named as information sharing value, and the second factor was named as information sharing
behavior according to the semantic content of the items grouped. The reliability for the whole scale
was found to be 0.720.
Relationships Between Variables
Table 5. Correlation Between Variables
Variable
Adhoc hierarchy culture (1)
Organic structure culture (2)
Information_share_values (3)
Information sharing behavior (4)

1
1
,489**
,584**
,631**

2

3

4

1
,841**
,360**

1
,343**

1

According to the findings of the correlation analysis, positive and significant linear relationships
have emerged between the two dimensions of corporate culture and the attitude towards
information sharing. A moderate positive relationship (0.489) has been determined between
adhocracy-hierarchy culture and organic structure culture. A high level (0.841) was found between
the value dimension of the attitude to information sharing and the organic structure culture. The
relation of adhocracy-hierarchy culture with the information-sharing value dimension is relatively
11

University of South Florida M3 Center Publishing

low. In terms of information sharing behavior, a higher level of relationship with adhocracyhierarchy culture has emerged (0.631). The relationship of organic building culture with
knowledge sharing behavior is positive but low (0.360). A low-level positive relationship was
found between the value and behavior dimensions of the attitude towards information sharing.
Table 6. Organizational Culture Impact on Attitude to Information Sharing Behavior
Dependent Variable
Independent variables
(Constant)
Adhoc_Hierarchy
Organic structure
R2: 0,401
F: 121,270

Standardized Beta
0,598
0,067

Information Sharing Behavior
T
P
13,414
0,00
12,819
0,00
1,439
0,151
Adj. R2:
0,398
Sig:
0,00

Tolerance

VIF

0,761
0,761

1,315
1,315

According to the results of the regression analysis, a significant effect of adhocracy-hierarchy
culture has emerged on information sharing behavior, the organic structure dimension of the
culture does not explain the change in knowledge sharing behavior. Adhocracy-hierarchy culture
explains 40% of the change in information sharing behavior.
Table 7. Organizational Culture Impact on Attitude to Information Sharing Value
Dependent Variable
Independent variables
(Constant)
Adhoc_Hierarchy
Organic structure
R2: 0,746
F: 532,381

Standardized Beta
0,227
0,73

Information Sharing Value
T
P
3,715
0,00
7,473
0,00
24,043
0,00
2
Adj. R :
0,745
Sig:
0,00

Tolerance

VIF

0,761
0,761

1,315
1,315

According to the results of the regression analysis, both the adhocracy-hierarchy culture and the
organic structure culture had a significant and positive effect on the value of information sharing.
The explanatory effect of the organic building culture on the information-sharing value is relatively
higher. Adhocracy-hierarchy culture and organic structure culture explain 74% of the change in
information sharing value.
Conclusions
According to the research findings, when the results of correlation and regression analyzes were
evaluated together, H1 was partially accepted, H3 and H4 hypotheses were rejected, and the H2
hypothesis was accepted. As a result of the organizational culture factor analysis, the first factor
named separately from the four culture types determined in the Quinn-Cameron organizational
culture model was named as an organic structure. This type of culture, which contains some
features of the market culture and Clan culture, Burns and Stalker (1999) is associated with the
mechanical-organic structure distinction and is defined by the characteristics of the organizational
culture that will dominate an organic structure. Although the organic structure includes features
close to the market culture in the Quinn-Cameron culture model, the hypothesis established
expresses the negative relationship between the market culture and information sharing behavior.
However, a positive relationship and effect emerged as a result of correlation and regression
analysis. Therefore, the H3 hypothesis was also rejected. The positive effect of the clan culture on
the emergence of knowledge sharing behavior has been suggested in the H1 hypothesis. The
positive effect of the knowledge sharing attitude of the organic building culture on the value
dimension was determined, and no significant effect was found on the other dimension behavior
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dimension. The H1 hypothesis was partially accepted as a significant effect was seen for only one
dimension of the dependent variable.
IT sector knowledge is renewed at a very high rate, it is a business area where teamwork is very
common and long-term projects are carried out. Each member participates and contributes to the
project within their own functional expertise. The positive attitude towards information sharing
gains importance in the execution of its duties in project processes. At the end of this study, the
attitude towards knowledge sharing behavior was found to be high (x= 5,06). As expected, IT
employees in the IT sector evaluated the Klan and Adhocracy culture at a higher level than other
organizational culture models. The high-level evaluation of the Klan and Adhocracy cultures by
IT staff, emphasizing flexibility, commitment to the goal, creativity and innovation in business
processes, has resulted in a result that is compatible with the characteristics of the work.
A moderate positive relationship has emerged between the organizational culture's adhocracyhierarchy culture and the organic structure culture. In the adhocracy-hierarchical culture, which is
named as combined with the name of two dimensions, the characteristics of flexibility, risk-taking,
creativity and rapid reaction to the environment are also seen in the organic structure culture. The
characteristics of hierarchy culture related to procedures, problem-free work, official rules and
policies prevent the high level of correlation between the organizational cultural dimension
combined in two dimensions and the organic structure culture.
Organic structure, culture did not have a significant effect on the behavioral dimension of the
attitude towards information sharing. Responding to environmental changes in a proactive or
reactive position is seen as important in the organic building culture where the external
environment-internal environment interaction is taken into consideration. Taking a proactive role,
especially in the pioneer position of environmental changes, is important in the IT sector, where
entrepreneurial and innovative work is intense. For this reason, the information that might be
worried about the competitor's learning should not be taken out by the employees. The fact that
the organic structure, culture legitimates the multi-dimensional communication may be a reason
for it not to have a significant effect on the change in information sharing behavior.
The positive effect of adhocracy-hierarchy culture on knowledge sharing behavior has emerged.
In the proposed hypotheses, a positive relationship between the adhocracy culture and a negative
relationship for the market culture is suggested. In the culture of adhocracy-hierarchy defined as a
unified cultural dimension, the dimension of adhocracy is more dominant. According to the
hierarchical culture, the culture of adhocracy is highly rated for the institution by IT employees.
The weight of the hierarchical culture is less in the enterprises where the participants are included
in the sample due to the IT business line and the nature of the work done. Therefore, depending on
the characteristics of the dominant adhocracy culture, a positive effect has emerged on information
sharing behavior and knowledge sharing behavior among employees is encouraged by the culture.
Both dimensions of corporate culture had a positive effect on the value of information sharing.
Similar to knowledge sharing behavior, the value given to the information sharing by employees
is seen as important in the culture of adhocracy-hierarchy. Similarly, for the unified cultural
dimension, the characteristics of adhocracy culture are more dominant. In such cultures, sharing
of information among employees is valued and considered important to the conduct of business.
The flexibility of organic building culture makes it valuable among employees to take a proactive
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role in the change in the external environment, and to share information for the execution of ITrelated work and the functioning of the organizational structure when it considers the change in
the structure important.
Managerial Implications and Future Study Suggestions
Robert Bachman to identify three vital factors for knowledge management, he said: "culture,
culture and culture" (O'Dell & Grayson, 1998). As the organizational structure of the organization
becomes organic and organizations become knowledge-oriented, the performance of the
organization will improve. Organizations that have an organic structure apply their activities more
productively because they have a flexible structure. Their performance will increase as it becomes
easier for these organizations to comply with the environment and to obtain and use the right
information. Considering the findings of the study, the results of technology-based institutions will
increase when there is an organic structure and knowledge focus. For this reason, the structure of
their organizations should be made as organic as feasible and the accomplishment of these
organizations should be increased in a knowledge-oriented manner. For the effective
implementation of information management in organizations, the leaders of the organization must
establish the information management infrastructure.
Leaders play a crucial role model in desired behaviors in knowledge management. Leaders'
willingness to freely present and share their knowledge in their organizations in order to
incessantly learn and discover new knowledge and ideas in the organization affects the willingness
of the members of the organization (Goel & Rana, 2013). Skills such as producing and sharing
knowledge are at the center of powerful leadership (Fullan, 2002). In order to improve the
effectiveness of the organization in information management, the leader must understand the
culture of the organization (Cameron & Quinn, 1999). If an organization wants to manage
information effectively and be successful in it, it must first adopt the culture of the organization to
this. This shows that there is a need for a leader who can understand the various types of
organizational culture (Kangas, 2009). Nguyen (2009) and Nguyen and Mohamed (2011) reported
that the effectiveness of leadership behaviors in the success of knowledge management practices
depends on the type of organizational culture, leadership behaviors contribute significantly to
organizational culture, and leaders can affect knowledge management practices directly or
indirectly through organizational culture. Zhu and Sun (2010) state that leadership style has direct
and indirect effects on knowledge management through the formation and components of the
corporate culture. Celep and Çetin (2005) examined the relationship between knowledge
management and leadership behaviors according to teachers' perceptions in primary schools and it
was observed that leadership and cultural structure took the first two places according to the
relationship value. Again, in Zaim's (2010) research, according to the values of the factors that
affect knowledge management performance the most, leadership is the first and the fourth factor
is corporate culture.
One factor affecting the organizational culture related to information sharing attitude is
organization size. According to Conley and Kelloway (2003), it shows that there is a negative
relationship between organizational size due to changes in social interactions and information
sharing. In terms of knowledge sharing, a study by Wong and Aspinwall (2004) concluded that
most small businesses slow down the systematic practical application of knowledge management
due to the lack of understanding of the basic concepts of knowledge management. On the one
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hand, On the other hand, this claim emphasizes, that large organizations have more resources than
SMEs to find these efforts (McAdam and Reed, 2001; Zhang et al., 2006). On the other hand,
smaller organizations, as well as smaller units, are more subservient and bureaucratic in nature,
indicating that they feel the need to launch less mechanical and formal knowledge-sharing
initiatives because they facilitate the exchange of information on their own. Therefore, it is argued
that smaller-scale organizational units provide a structure that is more open, flexible, flattering,
informal, multitasking, decentralized, less bureaucratic, and more conducive to the sharing of
internal information (Hare, 1976).The entry of information sharing to an organization can be
admitted or prohibited by that institution's culture. One way to define the cultural preparedness
that an organization is ready to adopt is to analyze the impact of knowledge sharing on an
employee's activities, meetings, and attitudes. Organizational culture can facilitate information
sharing within an organization by using a common mission, consistency, incentives, and rules that
must be followed to tackle any disapproval. Incitation play a vital role in promoting employees to
share knowledge, but the incentives emphasized by participants in this study were not financial;
They want to be realized and promoted as knowledgeable people in their institutions and to spread
their knowledge under their own names (Liebowitz & Megbolugbe, 2003; Yang & Chen, 2007).
For information management to be implemented effectively in organizations, organizational
managers certainly need to establish an information management infrastructure. This infrastructure
could be considered as both technical and social infrastructure. Applications such as computers,
the internet, intranet, and database need to be developed in order to bring information technologies
to the institution as technical infrastructure, to provide information to the institution when needed,
and to share it when needed. As a social infrastructure, there is a need to create an organizational
culture that supports information sharing and to raise employee awareness of why information
sharing is important and necessary. Creating effective factors in creating a corporate culture that
provides communication for information sharing: Organizational communication is divided into
formal communication and informal communication within the organizational structure (Doğan &
Altunoğlu, 2014). Effective factors in creating a corporate culture that provides communication
for information sharing: Communication that plays a role in the planning, coordination,
motivation, and control of functions depending on the formal and informal organizational structure
within the organization. It occurs in the form of top-down, bottom-up, horizontal, and
communication. These methods are examined under two main headings in terms of the structural
aspects of communication and the direction of message flow (Genç, 2004, p.328):
In research, it can be renewed in technical sciences in production and service sectors with different
dimensions of organizational culture. In addition, the effects of knowledge sharing can be
examined as a conditional variable by including personality traits (openness to experience,
extraversion) apart from cultural components. The research can be redesigned specifically by
specifying research and development firms, technology-intensive R&D, GSM operators, and subbusiness lines in which technology is used extensively.
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